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[bookmark: _Toc231612057]Introduction
Human resource management is vital in ensuring organisations attain sustainable performance by means of managing people, skills and workplace practices. Contemporary organisations are becoming increasingly challenged by issues of technological innovation, the competition for skilled workers and the necessity to design work environments that are both diverse and inclusive (Armstrong and Taylor, 2023). One of the biggest retailers in the United Kingdom, Tesco PLC, is still investing in workforce development, digital transformation and inclusion programs to ensure the company remains competitive (Tesco PLC, 2025a). This report explores major HR issues in Tesco and assesses modern HR practices and management strategies that can facilitate the successful application.
[bookmark: _Toc231612058]1. Explanation of Key Factors
[bookmark: _Toc231612059]1.1 Adapting to Technological Advancements
Retail organisations face a significant challenge with technological improvement as increased digital transformation imposes ongoing adjustments of business and workforce functions. The implementation of artificial intelligence (AI), automation and data-driven technologies has shifted the way organisations handle employees and service delivery. Digital HRM proposes that digital systems and analytics may enhance workforce efficiency, whereas the Human Capital Theory emphasises the need to invest in employee skills to maintain organisational competitiveness (Budhwar et al., 2022). Tesco has become more digitally oriented with Clubcard analytics, online retail systems and digital workforce management systems to enhance operational performance. The AIs assist Tesco in customer behaviour analysis and optimising staffing choices that increase productivity and efficiency (Basu et al., 2023). Nonetheless, technological change also poses a problem since staff members also need digital upskilling to operate the new systems. Lack of building these capabilities can decrease engagement and opposition to change. The continued investment of Tesco in digital operations shows how technology can be used to aid sustainability, productivity and long-term organisational growth (Tesco PLC, 2025a).
[bookmark: _Toc231612060]1.2 Talent Acquisition and Retention
The issue of talent acquisition and retention continues to be sensitive in the retail sector as organisations are in a battle in the retail labour market that is becoming more and more competitive. The labour shortages in Europe have also aggravated recruitment challenges, especially in customer-facing sectors such as retail (OECD, 2026). Meanwhile, labour markets have introduced more competition for the skilled workforce, with retention proving to be as significant as ever (ONS, 2026). The Employer Branding Theory further proposes that organisations that have a good employment reputation receive superior candidates, and the Psychological Contract theory primarily focuses on employee expectation fulfilment to ensure commitment and loyalty. Tesco has had difficulties recruiting and retaining employees due to emerging workforce demands, skills gaps and staff attrition. Proper retention strategies thus need to be in place to ensure continuity in operations and quality of services. Tesco responds to the challenges with career advancement opportunities, flexible working and employee benefit programmes aimed at enhancing job satisfaction and organisational commitment. As a result of the research, it has been demonstrated that employee engagement and retention can be enhanced by the strategic use of HR practices when employees feel valued and supported in the organisation (Shahzad et al., 2024). As a result, good management of talent will also help in stability and the long-term performance of organisations.
[bookmark: _Toc231612061]1.3 Diversity, Equity and Inclusion (DEI)
Diversity, equity and inclusion are now vital aspects of current human resource management, as organisations tend to appreciate the importance of a diverse and inclusive workplace. The social identity theory posits that a sense of belonging is formed as a result of belonging to a group, and therefore, inclusive environments are essential to engage employees and facilitate their collaboration. Equally, Equality and Diversity models have focused on treating employees fairly, the provision of equal opportunities and workplace inclusion for employees (CIPD, 2026a). Tesco has a diversified workforce and thus faces the constant challenge of ensuring that it does not deprive its various demographic groups of a chance. A sound DEI policy can enhance wellbeing among the employees, promote organisational image and innovation, as it fosters multiple opinions. Tesco has established gender representation initiatives and ethnicity-specific programmes and inclusion networks to harness equality and a sense of belonging in the workplace (Tesco PLC, 2025c). Inclusive leadership practices promoting employee voice and participation are also promoted within the organisation. As literature shows, inclusive leadership has a beneficial impact on employees and organisational performance through positive effects on the working environment as a supportive and respectful workplace (Platania, Maggio and Boccadamo, 2025). Thus, successful DEI management is a factor that plays a key role in employee engagement, organisational performance and sustainable business success.
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Figure 1: Contemporary HR Challenges Affecting Tesco
Source: Self-made
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[bookmark: _Toc231612063]2.1 Digital HR Systems and Workforce Analytics
Current HR practices in competitive organisations in the contemporary era are digital HR systems and workforce analytics. HR analytics allows organisations to gather and process workforce information to enhance planning and decision-making (Álvarez-Gutiérrez et al., 2022). Tesco employs data-driven workforce scheduling systems to make resource allocation efficient and effective to respond to varying customer demand. One of the strongest ones is accelerated and accurate decision-making. Evidence-based management allows workforce analytics to determine staffing patterns, predict labour requirements and enhance productivity (Lee and Lee, 2024). AI capability frameworks are also beneficial to guide organisations in incorporating technology into HR practices and to assist in strategic goals (Chowdhury et al., 2023). The practices are limited, however. There is a risk of privacy and regulatory issues with employee data collection. There is also a lot of investment that is required in implementation and maintenance. When new technologies alter known working practices of the employees, employee resistance might take place. So, the use of digital HR systems enhances performance, though it is critical to implement them well.
[bookmark: _Toc231612064]2.2 Talent Acquisition and Retention Practices
Tesco has a variety of HR practices to attract and retain employees, such as employer branding, training, career progression and reward strategies. The importance of employer branding is that it influences the perception that applicants would have of the organisation. Employee commitment and retention can also be enhanced through strong engagement practices (CIPD, 2025a). Tesco's retention is backed by apprenticeships, internal promotions and development of employees. These are encouraged to foster career development and organisational commitment. Strategic workforce planning can assist organisations to realise future skills requirements and tackle recruitment issues at an early stage (CIPD, 2026b). Motivation may also be enhanced through innovation-related HR practices, such as the establishment of learning and development (Jotabá et al., 2022). There are limits to talent practices, however. Financial investments are needed in training and reward systems. They might be effective in different groups of employees as their expectations and career objectives differ. As such, Tesco should consider reviewing its talent strategies on a regular basis to make sure that they are effective and responsive.
[bookmark: _Toc231612065]2.3 DEI Policies and Leadership Development
Diversity, equity and inclusion are policies that contribute towards the establishment of a fair and favourable workplace. At Tesco, there are inclusion programmes, such as colleague networks, inclusive recruitment and leadership development programmes (Tesco PLC, 2025c). Such practices are capable of benefiting the organisation's performance. Inclusive recruiting widens the talent base and enhances workforce diversification, whereas networks of employees assist in engagement. Leadership development also motivates managers to advance inclusive behaviours and good work cultures. Such diversity policies help organisations when they are implicated in broader strategy (CIPD, 2025b). Another aspect of sustainability reflected in the Tesco agenda is the workplaces where employees feel respected and are capable of contributing to the fullest (Tesco PLC, 2025b). But there are limitations to DEI practices. The implementation gaps can manifest themselves in terms of inconsistent application of policies among departments. Where the existing cultures are well entrenched, resistance to change may diminish effectiveness. Formal policies may also not apply to recruitment and promotion because of unconscious bias. Thus, it requires constant monitoring and leadership dedication.
	HR Challenge
	Practice
	Strengths
	Limitations

	Technology
	Digital HR Systems
	Better decisions
	Cost

	Talent
	Employer Branding
	Retention
	Competitive market

	DEI
	Inclusive Recruitment
	Wider talent pool
	Bias risks


Table 1: Evaluation of Contemporary HR Practices at Tesco
Source: Self-made
[bookmark: _Toc231612066]3. Critical Evaluation of Managerial Implementation
[bookmark: _Toc231612067]3.1 Leadership Accountability
In order to have successful implementation of the modern HR practices, leadership accountability is necessary. The managers of the departments should be accountable to organisational goals and be beacons of what behaviours are expected. Transformational leadership makes managers inspire employees, foster inclusion and propel positive change. When managers are committed to diversity and employee development, they have improved chances of being trusted and cooperating with the workforce. The maintenance of accountability is another aspect that is enhanced through inclusive leadership in order to ensure that the managers are actively contributing towards organisational interests as well as human welfare (Platania, Maggio and Boccadamo, 2025).
[bookmark: _Toc231612068]3.2 Communication Strategies
Communication is very important in the process of instilling new HR practices since employees have to be convinced about the purpose and advantages of organisational change. The managers ought to employ open avenues of communication, employee consultations and frequent feedback as a way of encouraging participation. Transparent communication can be used to minimise uncertainties and resistance and reinforce employee engagement. Change management approaches emphasise the importance of engaging employees throughout the implementation process. Regular communication enhances transparency and trust, which can raise the chances of successful adoption of HR initiatives (Armstrong and Taylor, 2023).
[bookmark: _Toc231612069]3.3 Monitoring and Performance Measurement
Managers need to keep track of HR initiatives in order to make sure that they deliver intended results. Workforce analytics and employee engagement measures, key performance indicators (KPIs) someone give very useful evidence about the performance of an organisation. The people analytics allows the managers to establish trends, assess the effectiveness of the workforce and enable evidence-based decision-making (Lee and Lee, 2024). Tesco considers colleague surveys and performance reviews as a way to know the experience of the employees and where it can be improved. Frequent monitoring enables managers to respond to arising concerns promptly and keep the HR objectives in tune with organisational objectives.
[bookmark: _Toc231612070]3.4 Organisational Culture
The effectiveness of implementation of HR practice is greatly determined by organisational culture. The Organisational Culture Model by Schein states that the values and behaviours shared through the organisation influence the employee reaction to the organisational initiatives. Tesco has an inclusive and learning culture that motivates employee participation and growth (Tesco PLC, 2025b). Organisational culture can positively increase employee trust and enhance engagement and positively implement change. Managers have a significant role to play in strengthening behaviours that are in line with organisational values and strategic objectives.
[bookmark: _Toc231612071]3.5 Barriers and Solutions
There are some obstacles which may decrease the efficiency of implementation of the HR practices. Employee resistance to change is often a challenge, as well as financial constraints, lack of skills and unequal commitment by managers. The utilisation of technology can also pose implementation challenges as workers do not have faith in new systems (Palos-Sánchez et al., 2022). Moreover, training and support needs are frequently underestimated in organisations, which can cause the failure of HR technology initiatives (Votto et al., 2021). These barriers can be overcome by managers using specific training, proper communication, effective leadership commitment and constant monitoring of performance. These activities add more levels of employee preparedness and enhance the success of implementation.
[bookmark: _Toc231612072]Recommendations
According to the findings, Tesco ought to focus on expanding digital upskilling programmes to make sure that its staff is equipped with the skills necessary to integrate the new technologies and alter the retail process (Armstrong and Taylor, 2023). Employer branding and career development opportunities also need to be enhanced by the organisation to enhance the recruitment performance and decrease employee turnover. In addition, Tesco ought to increase leadership training inclusiveness in order to improve diversity performance and improve workplace belongingness. Lastly, more appropriate use of workforce analytics must oversee high engagement, retention and inclusion performance across departments and aid evidence-based HR decision-making (Tesco PLC, 2025a).
[bookmark: _Toc231612073]Conclusion
In this report, technological advancement, talent acquisition and retention, and DEI emerged as significant HR issues in Tesco. These have a great deal on employee engagement, organisational performance and long-term sustainability. Effective mechanisms in dealing with these challenges can be achieved through modern HR practices as long as they are implemented adequately. Nevertheless, the achievements are mostly determined by the commitment of the manager and a well-implemented method. Through further investments in people management, Tesco will be able to build on organisational performance and sustain long-term industry competitiveness in the retail industry.
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